The present study investigates the effect of abusive supervision on employee creativity. For this, a psychological cognitive factor such as creative self-efficacy and cultural value namely power distance orientation have been examined based on social cognitive theory. Results are gathered from a survey of 325 full-time employees from 17 companies covering six industries in the central and eastern development regions of Nepal. The results indicate that abusive supervision is negatively related to employee creativity and this relationship is fully mediated by creative self-efficacy. In addition, it is evident from our results that employees' power distance orientation plays a moderating role. The direct effect of abusive supervision on creative self-efficacy and the mediating effect of creative self-efficacy are weaker when the power distance orientation is high rather than low. The implications of our study for both theory and practical are discussed.
Introduction
Over the past decade, recent attention has been given to understand the causes and consequences of abusive supervision. Abusive supervision "refers to subordinates' perceptions of the extent to which supervisors engage in the sustained display of hostile verbal and nonverbal behaviors, excluding physical contact" (Tepper, 2000) . The phenomenon of abusive supervision negatively affects a substantially large number of organizations and their employees (Harvey et al., 2007) . Recent research indicates that 10% to 16% of employees in USA experience varying degree of abusive supervision (Namie & Namie, 2000; Hoobler & Brass, 2006) . Due to this, significant increases in absenteeism, health care costs, and productivity declination are noted which lead to an approximate loss of around 23 billion US dollars annually (Tepper et al., 2006) . More alarmingly, according to Nepalese media (Himalayan Times and Kantipur News-Nepal's biggest local media organizations), reports indicate that the frequency of such abuse has increased in recent years and nearly 30% of workers have encountered abusive treatment from their supervisors at the workplace. Several studies have been carried out to understand the role of positive leadership such as transformational leadership (Shin & Zhou, 2003) and ethical leadership (Ma & Cheng, 2013 ) on employee creativity. However, none of the empirical studies have investigated the effect of abusive supervision within Nepalese culture. Given the media reports of increasing abuse in Nepal, it becomes crucial to fill this research gap and determine the impact of abusive supervision on employee creativity and performance in Nepal.
Only a couple of researches have been carried out in the past to study the effect of abusive supervision on employee creativity. Some studies have shown negative relationships Zhang et al., 2014) and, one exceptional study found a curvilinear relationship (Lee et al., 2013) . This exceptional finding raises questions as what is the potential underlying mechanism through which abusive supervision influences employee creativity. Given the prevalence and far-reaching impact of abusive supervision (Tepper, 2007; Tepper, Carr, Breaux, Geider, Hu, & Hua, 2009) , it is very important to identify the other vital factors that can clarify how and when abusive supervision influences employee creativity (Lee et al., 2013) . Knowledge of such factors is crucial for our understanding. This is because, as noted in Tepper (2000) , subordinates might frequently be reluctant to report abusive supervisions, but some of them may cope with abusive supervision more effectively than others. Hence, it is both theoretically and empirically important to investigate the influences of abusive supervision on employee creativity . It is also important to recognize potential mediators and moderators which can clarify how and when employee creativity is influenced by abusive supervision. The present study focuses on this research direction.
Based on the theoretical arguments, it has been emphasized that psychological mechanism is pivotal in explaining the linkages between abusive supervision and employee creativity . According to Liu et al. (2012) and Grant & Berry (2011) , intrinsic motivation is considered as a strong psychological mechanism which influences employee creativity. Similar to intrinsic motivation, creative self-efficacy motivates the employees to express their creative ideas to pursue their chosen goals (Bandura, 2001) . The current study using a social cognitive perspective primarily aims to explore the mediating role of a psychological cognitive factor, namely creative self-efficacy, in the relationship between abusive supervision and employee creativity. Literature has further presented that creative self-efficacy represent a pivotal psychological readiness factor that affects a person's behavior, namely, "will" (Choi 2004 ). Social cognitive theory suggests that leadership style is a critical external factor which does not directly influence individual behavior, yet indirectly influences psychological cognitive factor.
Particularly, power distance orientation, a cultural value (Javidan et al., 2006) , refers to the degree which individual believe that organizational or societal power should be distributed unequally (Hofstede, 1980) . Individuals with high in power distance orientation are unlikely to view abusive treatment as illegitimate and violating relational bonds (Tyler et al., 2000) . They are likely to accept supervisors as their role models, which may lessen the effect of abusive supervision. Thus, power distance orientation is likely to affect the process of creative self-efficacy. In the present study, we examine the moderating role of power distance orientation on the relationship between abusive supervision and creative self-efficacy.
Succinctly, the current study seeks to explore the relationships between abusive supervision and employee creativity. The study provides contribution in the existing literature of abusive supervision and creativity. The theoretical background of our research is included in Section 2 and the proposed hypotheses to be tested are discussed in Section 3. The methodology followed and the results obtained are included in Section 4 and 5, respectively. Section 6 summarizes the discussion and conclusions on our research. Practical implication, limitations of our study as well as future work required in this direction is outlined in Section 7. Based on social cognitive theory, we also investigate potential mediating role of a psychological cognitive factor in the abusive supervision-creativity relationships. Our findings are expected to help educators in obtaining an in-depth understanding of how abusive supervision affects the creativity of employee. Our effort to investigate the moderating role of power distance deepens the understanding of the nature of high power distance orientation employees.
Theoretical Background

Abusive Supervision
The behavioral approach of supervisors towards their subordinates is crucial for employees and organizations. Abusive supervisory behaviors involves criticizing publicly, making mockery, showing rudeness, breaking promises, inconsiderate actions, and the silent treatments (Bies, 2000) . Abusive supervisors often intimidate and humiliate, use derogatory names, shout, and ridicule their employees (Decoster et al., 2013) . The abusive supervision has received increasing attention because of its detrimental consequences for employees and organizations (Farh & Chen, 2014) . Although a number of researchers have revealed that abusive supervision has a negative impact and undesirable outcomes (Decoster et al., 2013; Tepper et al., 2009 ). However, empirical results and the role of abusive su-pervision on employee creativity is little and incompatible. Our study attempts to explore internal mechanism of abusive supervision and its consequences on employee creativity.
A large numbers of research has linked abusive supervision to negative consequences for affected employees in the form of decreased work-related attitudes (Tepper, 2000; Duffy et al., 2002) , lowered performance (Aryee et al., 2007) , diminished psychological well-being (Bowling & Beehr, 2006; Duffy et al., 2002; Lian et al., 2012; Schat et al., 2006; Tepper et al., 2007) . Moreover, employees may respond to abusive supervision with undesirable life outcomes. For example, it has been observed that effects of abusive supervision can often spill over to subordinates' lives away from work (Hoobler & Brass, 2006; Tepper et al., 2007) . Hoobler and Brass (2006) have found that family members of abused employees reported higher levels of undermining at home than family members of employees who did not face abusive supervision. Some scholars have argued that recent modifications in legal procedures and codes may imply that organizations may be held liable for abusive supervisory behaviors occurring in the workplace (Yamada, 2004) . Thus, abusive supervision seems to have serious consequences for victimized employees, organizations, and society as a whole.
In hypothesized model as represented in Figure 1 , it is proposed that abusive supervision would have negative impact on employee creativity. This impact would be mediated by the creative self-efficacy of the employee. The effect of abusive supervision is assumed to be negatively correlated with creative self-efficacy.
Further, the level of power distance orientation of employee is expected to moderate the correlated between abusive supervision and creative self-efficacy.
Social Cognitive Theory
Social cognitive theory has been used by creativity researchers to explore the influencing mechanism of leadership on creativity (Liao et al., 2010) . As per this theory, human functioning is a dynamic system comprising reciprocal relationships among three categories of determinants: behavior, cognition, and performance environment (Bandura, 1986) . In the theory, the "social" part acknowledges the environmental origins of human thought and action. And the "cognitive" portion identifies the influential contribution of cognitive processes to human action and motivation. The principle thought behind the social cognitive perspective is that thinking, motivation, and behavior of an individual can be self-regulated instead of giving undesirable response to the external situations (McCormick, 2001 ). Individuals will positively respond to the external environ- Figure 1 . Hypothesized model. ment by self-regulating their psychological cognitive factor (e.g. self-efficacy), which eventually affects the employee's behaviors. This finding suggests that through a particular psychological cognitive process, any individuals can initiate the creativity by themselves.
Furthermore, few studies have found that creative self-efficacy, which represents individual's beliefs on their capacity of doing something, is the fundamental cognitive mechanisms driving creativity (Gong et al., 2009 ). Choi (2004 pointed out that two most important psychological cognitive factors driving the creativity are individual's confidence in creative abilities and willingness to do innovative work. Thus, creative self-efficacy can represent the specific type psychological readiness component needed to unveil the crucial role of psychological cognitive factor in creativity. Leaders have traditionally been considered as important factors for cultivating or strangling employee creativity (George, 2007) . Thus, leader's behavior plays significant role in creative thinking of the employees which is necessary for innovation and in releasing employee's creative potential (Zhang et al., 2011) .
To clarify the effect of abusive supervision on employee creativity from the perspective of social cognitive theory, the present study examines a specific type of a psychological cognitive factor (i.e., creative self-efficacy) as mediator and a specific cultural value (i.e., power distance) as a moderator.
Proposed Hypotheses
Abusive Supervision and Employee Creativity
The process of "generation, promotion, and implementation of novel and useful ideas about products, practices, services, or procedures" are referred as employee creativity (Zhou, 2003) . This process involves numerous risks, conflicts, difficulties, failures and ethical dilemmas (Tu & Lu, 2012) , and even failures. It has also been noted that leaders can foster employee creativity (Carmeli et al., 2013) . This fostering is achieved if employees are provided good job structure, positive energy, resources, positive psychological conditions, and quality relational exchanges. This intrinsically motivates the employees within an organization. The intrinsic motivation refers to the degree to which an individual perform the activity with enjoy and interest in work itself, rather than under external compulsions and rewards (Deci, 1972) . Intrinsic motivation of employee is weakened by abusive supervision as this undermines employee creativity . Intrinsically motivated employee come up with novel and useful ideas, and adheres to innovative goals and this enhances their creativity (Deci & Ryan, 2008; Zhou & George, 2001 ).
In essence, abusive supervision is considered an important cause of psychological distress . This often leads to depression, anxiety, and emotional exhaustion in employees. Consequently, they tend to lose focus and make distance from their jobs (Aryee et al., 2007; Hoobler & Brass, 2006; Tepper et al., 2004) . In such situations, abused employees are left with little scope of developing interest in their work. Therefore, their intrinsic motivation decline substantially (Deci & Ryan, 2008) which gradually reduces their creativity. Such abused employees lose their emotional connection with jobs and begin spending large portion of working hours on private affairs (Chi & Liang, 2013) .
Due to lesser time devoted to their jobs, they are unlikely to create useful and innovative ideas, which gradually hamper their creativity.
Earlier researches have concluded that supportive relationships between leaders and subordinates enhance subordinate creativity (Shin & Zhou, 2003) . But abusive supervision can create feelings of being humiliated among the subordinates and this lessens the creativity (Keashly & Harvey, 2005) . Consequently, abused employees are less likely to actively accept challenges and put forward brilliant ideas or solutions. Even sometimes, victims of abusive supervision have strong intentions to quit their job (Tepper et al., 2009) . Therefore, we propose:
H1. Abusive supervision is negatively related to employee creativity.
Mediating Role of Creative Self-Efficacy
Creative self-efficacy is expected to mediate the relationship between abusive supervision and employee creativity. This is an individual's belief that s/he has the potential to generate creative ideas (Tierney & Farmer, 2002) . Social cognitive theory emphasizes that individuals with high self-efficacy will persistently put their effort to address uncertainties and potential challenges. This characteristic motivates employees to exert more efforts in the pursuit of the chosen goal even during failures and difficulties. This is pivotal for better achievements, creativity, social integration and health (Liao et al., 2010 ).
In general, employees self-knowledge depends on how others treat them (McAllister & Bigley, 2002) , specially on workplaces by behaviors of their leaders. Abused employees feel frustration (Greenberg, 1990) and would think that their ideas, thinking, efforts, contributions (Jian et al., 2012) are not useful for the development of organization (Rafferty & Restubog, 2011) . These situations may lead to psychological stress among the employees, which could diminish their belief in their creative capabilities. Furthermore, employees may feel isolated and they would hesitate to discuss their own ideas and thinking with supervisors. Ultimately, abused employees would be unaware of their own creative caliber and become diffident.
As the creative self-efficacy reduces, it weakens the psychological linkage between the employees and their work. This further diminishes their intrinsic motivation to devote their creative skills for the organization . The reduced linkage of employees with their job can hinder the progress and status of organization. These circumstances attenuate the self-learning and self-development aspirations of employees which may even demolish their self-confidence to produce new ideas and approaches. Consequently, employees would be unable to put forward novel ideas and creative solutions for achieving organization goals, hence exhibiting less creativity. Overall, abusive supervision will lead to declination of creative self-efficacy, and therefore reduces the creativity of employees. Therefore, we propose:
H2. Creative self-efficacy mediates the negative relationship between abusive supervision and employee creativity.
The Moderating Role of Power Distance Orientation
Power distance orientation is a cultural value (Javidan et al., 2006 ) which refers to the extent to which an individual accepts the legitimacy of unevenly allocated power among the workers in organizations (Hofstede, 1980) . This has been considered as an important factor which influences the perception and reaction of employees to abusive supervision. In higher power distance orientation, subordinates presumably accept the exerting power from supervisors. Therefore, the abused behavior from supervisor is considered as rightful power display rather than unjust treatment (Kernan et al., 2011) . The employees with high power distance orientation believe that leaders should be respected and reverenced, are superior and elite; and therefore accept their leader's decisions (Javidan et al., 2006) . Hence, employees those are higher, rather than lower, in power distance orientation have a wider view of acceptable leaders' behaviors and tolerate more forceful actions instead of viewing them as an injustice (Kim & Leung, 2007; Leung & Lind, 1986; Morris & Leung, 2000) .
Employees with low power distance orientation view their supervisors as approachable (Hofstede, 1980) and are likely to have personal connections with them (Tyler et al., 2000) . Such employees attempt to make "a stronger social bond with the authority" (Tyler et al., 2000) . High power distance orientation employees, however, are unlikely to expect or develop such social relations between subordinates and supervisors believing that it is not how the two levels should interact (Bochner & Hesketh, 1994) . Such employees expect and develop relationships that are formal, rigid, and impersonal with their supervisors (Tyler et al., 2000) . In low power distance orientation, subordinates are more surprised by abusive supervisory treatment, and therefore are more influenced by it.
However, employees with high power distance orientation hardly react adversely to abusive and unjust treatments from supervisors (Lee et al., 2000) . Summarizing these ideas, abusive supervision effects are likely to be weakened by high power distance orientation as was hypothesized by Tepper (2007) , and is examined in the current study.
Overall, the detrimental effect of abusive supervision is dampened due to high power distance orientation. As employee creative self-efficacy is negatively correlated with abusive supervision, the negative effect of such abuses will be relatively weaker with high power distance orientation. In contrast, the effect of abusive supervision on creative self-efficacy is relatively stronger with low power distance orientation. Therefore, it is reasonable to assume that power distance would act as moderator between the negative effect of abusive supervision and creative self-efficacy.
Thus, we predict: H3. The relationship between abusive supervision and creative self-efficacy is moderated by power distance orientation, such that the relationship is weaker with high power distance orientation and stronger with low power distance orientation.
Power Distance Orientation as Moderator for the Mediating Effect of Creative Self-Efficacy
We note two important associations: (a) the role of moderation by power distance orientation while relating abusive supervision and creative self-efficacy (b)
as per the logic of moderated mediation model by Edwards and Lambert (2007) , the positive correlation between creative self-efficacy and employee creativity. Based on the above, we predict:
H4. Power distance orientation moderates the mediating effect of creative self-efficacy on the abusive supervision-creativity relationship, such that the mediating effect is stronger when the level of power distance orientation is low rather than high.
Methodology and Sample
Our sample includes 325 full-time employees working in 17 different companies located across the central and Eastern development regions of Nepal. Wu et al. (2010) noted that diversification in sample improves the generalizability of research findings. Thus, we distributed the questionnaires among people working in diverse industries. To guarantee that our sample is diverse in nature, people were contacted and invited through convenience sampling procedure. People were mainly from private enterprises (e.g., sales, manufacturing, technology, service and construction) and public sectors. We distributed paper-based questionnaires to employees on site and were collected back on the spot. During the pilot phase, we asked the participants to provide their comments on the questionnaire to ensure its quality. We also informed the participants about the objective of this survey and the procedures to fill in the questionnaire. We requested the participants to evaluate abusive behavior they perceived from their supervisors, their creative self-efficacy, power distance, and creativity. We assured the employees that the information provided by them would be kept confidential. Our questionnaire was based on the principles which can assure that it would be correctly responded by the respondents. For example, we maintained the flow of questionnaire, kept it short and simple, questions were neutral in nature, avoided double barreled and double negative questions, same scale was chosen for every measures. Among the 345 surveys distributed, 325 were returned complete (with a 94.2% response rate). Therefore, we discarded 20 questionnaires due to missing data. The detailed demographic information of the sample is shown in Table 1 .
Measures
The items in the survey were adapted from existing literature to guarantee its validity. The questions were formulated to be answered based on a 5-point Likert scale (ranging from 1 = "strongly disagree" to 5 = "strongly agree"). All measures were originally formulated in English. Given that some of the respondents were all native Nepalese speakers, all the English measures were translated into Nepalese.
Further, to ensure the validity and appropriateness of the survey questions in the Nepalese context, back-translation procedures were adopted (Brislin, 1970) .
Abusive Supervision
We used Tepper's (2000) fifteen-item scale to measure perceptions of abusive supervision (Cronbach's α = 0.93). Sample items included, "My supervisor ridi- 
Employee Creativity
Six-item scale of Zhou and George (2001) are used to measure employee creativity (α = 0.93). Sample items included, "I often suggest new ways of performing work tasks" and "I often come up with creative solutions to problem" and (1 = strongly disagree, 5 = strongly agree).
Power Distance
Six-item scale of Dorfman and Howell (1988) are adapted to measure power distance (α = 0.79). Sample items included, "Managers should not delegate important task to employees" and "It is frequently necessary for a manager to use authority and power when dealing with subordinates" (1 = strongly disagree, 5 = strongly agree).
Control Variables
As the four demographic variables (gender, age, education, and tenure) have a significant role in employee creativity, they were controlled in the current study (Zhou & George, 2003; Shalley & Gilson, 2004) . Age was measured in years.
Gender was dummy coded (1 = male and 0 = female). Job tenure of the employees were also controlled (1 = Less than 1 year, 2 = 2 -4 years, 3 = 5 -7 years, 4 = 8 -10 years, 5 = more than 10 years).
Results
Hypothesis Testing
In the current study, hierarchical multiple regression analysis was applied to test hypothesis H1 H2, H3 and H4. For H1 and H2, first, the independent variable is found to be significantly related to the dependent variable and the mediator, respectively. Second, the mediator is also significantly related to the dependent variable. Finally, on incorporating the mediator into the regression equation, coefficient of the independent variable is noted to be smaller. For H3, the control variables were entered in Step 1. The independent variable and moderator in entered in Step 2 and 3, respectively. Finally, the interaction term is entered. We also carried our bias-corrected bootstrapping procedure to test hypothesis H2
and H4 developed by Preacher and Hayes (2008) .
Validity and Reliability
For making an assessment of the reliability and validity of the multi-item mea-surement scale, we carried out confirmatory factor analysis (CFA). Table 2 shows that Cronbach's α ranged from 0.79 to 0.83, which are higher than the benchmark value of 0.70. This indicates all the variables have acceptable reliability. For testing the convergent validity, the composite reliability of constructs and average variance extracted (AVE) were assessed. The values of composite reliability ranged between 0.86 and 0.94, which are higher than the benchmark value of 0.70. The AVE scores ranged from 0.55 to 0.71 and are higher than the benchmark value of 0.50. These results indicate that the convergent validity of our measurement is good. For making an assessment of discriminant validity of the items, we compared the relationship between the correlations among the constructs and square roots of AVE scores. Table 3 shows that the square roots of the AVEs for all construct were greater than the correlations between constructs. Thus, the discriminant validity of the measurements is confirmed.
Descriptive Statistics and Inter Correlations
The mean, standard deviation and correlation for all variables are summarized in Table 3 . The result supports all of our hypotheses. As indicated in Table 3, abusive supervision is negatively related to employee creativity (correlation coefficient r = −0.18, p < 0.01) and creative self-efficacy (r = −0.12, p < 0.05). Moreover, creative self-efficacy is positively related to employee creativity (r = 0.51, p < 0.01). The variance inflation factors during hierarchical regression analyses ranged between 1.01 and 1.09, which means that multicollinearity problems are minimal in the present research. Table 4 shows that abusive supervision is significantly related to creative self-efficacy (β = −0.16, p < 0.05, Model 2) and employees creativity (β = −0.22, p < 0.001, Model 4). In addition, creative self-efficacy is significantly associated with employees' creativity (β = 0.51, p < 0.001, Model 5). Third, when creative self-efficacy is included in the regression equation, the effect of abusive supervision on employees' creativity (β = −0.14, p < 0.01, Model 6) is not significant.
However, creative self-efficacy is still significantly related to employee creativity (β = 0.49, p < 0.001, Model 6). This suggests that the relationship between abusive supervision and employee creativity is fully mediated by creative self-efficacy.
Hence, the hypotheses H1 and H2 are supported.
The results show that employees' power distance negatively moderates the direct relationship between abusive supervision and creative-self efficacy. This is found to be consistent with our hypotheses. Table 5 shows that the interaction between abusive supervision and power distance is positively related to creative self-efficacy (coefficient of correlation β = 0.13, Model 4). Figure 2 shows that abusive supervision is more negatively related to creative self -efficacy when power distance is low rather than high. Accordingly, the hypothesis stated in H3 is supported.
H4 assumes that power distance moderates the abusive supervision → creative self-efficacy → employee creativity mediating linkage. Bootstrapping test of Edwards and Lambert (2007) is carried out to test the hypothesis H4.
The result obtained from moderating effect of power distance is tabulated in Table 6 . Also, Table 7 clearly shows that abusive supervision is negatively related to creative self-efficacy (β = −0.24, p < 0.05) for employees with low power distance orientation. Whereas this negative relationship is not significant (β = −0.06, ns) for the employees with high power distance orientation. The difference between the above two coefficients is significant (Δβ = 0.14, p < 0.05). Note: High power distance is indicated by a square; low power distance is indicated by a diamond. Figure 2 . Plot of intersection between abusive supervision and power distance on creative self-efficacy. Notes: n = 325. P MX , path from abusive supervision to creative self-efficacy; P YM , path from creative self-efficacy to employee creativity; P YX , path from abusive supervision to employee creativity. Low power distance refers to the mean of power distance minus one standard deviation; high power distance refers to the mean of power distance plus one standard deviation. *p < 0.05.
Therefore, the negative relationship between abusive supervision and creative self-efficacy is strengthened at a low power distance orientation. This provides an additional confirmation for hypothesis H3. In addition to this, Table 7 shows that the indirect effect of abusive supervision on employee creativity via creative self-efficacy is significant (β = −0.11, p < 0.05) at a low power distance orientation. Whereas for high power distance orientation employees, the indirect relationship is insignificant (β = −0.02, ns). Moreover, the difference between the above two coefficients is significant (Δβ = 0.09, p < 0.05). Hence, hypothesis H4 is supported.
The indirect effect of abusive supervision on employee creativity via creative self-efficacy is negative and significant (indirect effect = −0.07, lower limit 95 percent CI = −0.15 to −0.01), which is excluded 0; as shown in Table 5 . Thus, the hypothesis H2 is supported. The model is significant, adjusted R 2 = 0.28, F (6, 318) = 21.48, p < 0.001.
Discussion and Conclusions
Discussion
The current study examined the effect of abusive supervision on employee creativity. The effect is mediated by a psychological cognitive factor namely creative self-efficacy and moderated by power distance orientation. Our study found negative relationship between abusive supervision and employee creativity. The results are similar to studies reported on Chinese organizations (Zhang et al., 2014) . However, the correlation coefficient between abusive supervision and employee creativity was found to be 35% smaller than that noted for organizations in western countries . Our study is not in agreement with an exceptional study of Lee et al. (2013) . This is probably because the sample of Lee et al. (2013) is from the public organizations of Korea which may prevent to generalize their study. We think that our findings offered evidence for generalizability as we collected samples from different organizations ranging from public to private sectors. Our findings also help to understand the negative aspects of leadership and its adverse effect on employee creativity.
Use of multiwave, multisource research design supports all the four hypotheses, H1, H2, H3 and H4 as stated above. It has been speculated by Tepper (2007) that negative effects of abusive supervision should be weakened to high power distance orientation individuals. In our study, we have confirmed their speculation. Liu et al. (2012) suggested working further on potential psychological mechanisms linking between abusive supervision and creativity. Our study in particular identifies the research gap and attempts to fill that. Based on the social cognitive theory, we predicted that abusive supervision has the negative impact on employee creativity.
Our analyses suggest a mediating role of creative self-efficacy in the relationship between abusive supervision and employee creativity. Our result is in agreement with Gong et al. (2009) where it was noted that intrinsic motivation just operates as self-efficacy. We also found that high power distance orientation would weaken the relation between abusive supervision and employee creativity.
Earlier studies have also found intrinsic motivation as a strong mediating mechanism (Ma & Cheng, 2013; Zhang et al., 2014) . Thus, the present study provides additional proofs, using social cognitive perspective, for the motivational process helpful for employees, thereby explains the domain of abusive supervision.
It is confirmed that power distance orientation moderates the effect of abusive supervision and creative self-efficacy. Tepper et al. (2009) found that abusive supervision is moderated by intention to quit while management style is identified as the important moderator in the study of Thau et al. (2009) . In our investigation, the power distance orientation is explored. The study offers new evidence, as well as a new approach to explain the moderating effect in the relationship between abusive supervision and employee creativity.
It is also pointed out that we have 61% male and 39% female participants in our survey. There might be a difference in the way. Males view themselves as victims. Further, the ways subordinates respond to abusive supervision vary with genders. Therefore, some difference in our results is expected with varying the proportion of gender in our sample. Future research must take this point into account. In most of the earlier studies, subordinates from different organizations having different supervisors are included. However, the perception of supervisors towards their subordinates must be included to prevent any bias in such studies. Therefore, it would be interesting to examine how a group of subordinates perceive the varying degree of abusive supervision of a particular supervisor. We are of opinion that collection of data from supervisors' viewpoint for their subordinates would be difficult and may involve inherent bias.
Thus, our study contributes in literature of leadership and creativity, especially to the field of abusive supervision and employee creativity and emphasizes the limitations of such studies undertaken based only on the subordinates viewpoints.
Conclusions
Our study shows negative consequences of abusive supervision on employee creativity. It also shows that employee creativity can be enhanced by intensifying the confidence of employees in their capability to succeed in spite of difficulties.
Our results from power distance factor show that organization should encourage their employees neither to view abused leaders as their role models nor to build strong social bond with their supervisors instead they should react to the abusive supervisory treatment. Our study emphasizes that the role of Nepalese cultural values in the management practice should be implemented. This is consistent with reported studies on the cross-cultural management where it is noted that cultural values are decisive to know how employees react to different leadership behaviors (Kirkman et al., 2006) . We hope this study emphasizes the role of culturally meaningful mechanism, employee creativity and creative self-efficacy for the dynamics of abusive supervision.
Practical Implications, Limitation and Future Research
Our findings have significant practical implications for the organization. As we found that abusive supervision hampers employee creativity, this result warns that organizations should avoid abusive supervision. Organization should make all the efforts to reduce the occurrence of abusive supervision. The authorities should adopt a zero-tolerance policy with regards to abusive supervision (Sutton, 2007) and should monitor the performance of supervisors to ensure that they engage in appropriate, healthy management behaviors when working with their employees. The managers should encouraged themselves to take feedback from their employees to perceive their managerial style. Additionally, managers should participate in leadership development programs, and they should be trained in the area of emotional intelligence, interpersonal relationship skills and anger management (Xu et al., 2012) . Employees should also be ready to complain to the higher authorities about the abused behavior so that higher authorities can take action for the betterment of the organization and employees.
This study inevitably has some limitations. Our analysis was not based on random population sampling, which might reduce the generalizability of our findings to some extent. Even so, convenience sampling might not be the problem unless one is looking to generalize one's result to specific population (Highhouse & Gillespie, 2009 ). While not doing so, the main concern is whether or not the samples are appropriate for the study conducted. Therefore, future research in this direction could use random population to complement this study.
All the variables of our study were self-reported, especially employee creativity. Although, self-reported creative performance has been accepted in the literature (e.g. Shalley et al., 2009) , the possibility of inherent biasness in self-reported varibales cannot be avoided completely. Therefore, future research should aim to use external evaluation such as from their supervisors or workmate.
It is worthwhile to study the mechanism that investigates creative self-efficacy linking the relationship between abusive supervision and employee creativity.
Further work is required to explore other additional mediating mechanisms from different theoretical perspectives, in the relationship between abusive supervision and employee creativity. As the respondents of this study were Nepalese people, it is also conceivable that the effects observed here may vary across cultures. Therefore other cultural differences should be included in further research. This is because the effect of abusive supervision on employee creativity may vary with differing cultural backgrounds. Future research may examine the effect of abusive supervision on employee's performance, and satisfaction taking an in-depth consideration.
